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Introduction

.

_ Tmhm doross the countsy are both praising énd cursing the: re-
‘newed attention given to education by various task: forces, politicians, -

business executives, fellow educators, the press, and, above all, the
mﬂc.Withlﬂtheﬁnwpoinﬁnl. fault finding, and simplistic

-diagnoses and prescriptions in the recent reports criticizing the status of

education, a constant is the teacher. There seems to be a recognition

that if improvements are to be made, changes in how teachers are

selecied, trained, and upgraded are essential, This is because the teacher
is viewed as the main catalyst for improving our schools, and rightfully
10. ' - _
Oneoﬂhoeomnnddmedbymanyonlumm'sANa.

Hion Al Risk, Is the need for ladders for teachers, Career ladders -

are an administrative ¢ to the atatus of teaching by pro,

. .vidlnsahlermhmlstrumlre! teachers with appropriate financial in-

centives and added for each step on the career ladder,
thddmmumnsoﬁecmhlmmdmudinneomm -
whiehmyuyhmbmudlyhcummmemchinaprofmion‘rhe :
concept of carcer ladders has little to say about how teachers grow and
develop in order to advance along the steps of the ladder. However, this

' amofwnmhnbeensmdiedhynmpofmhmmmmedin o

mmeinunlthnmhdwnwﬂnnmﬂdwtlopmmtpmm
1 the teaching profession is to attrres better candidates and keep the

best teachers, it is imperative that theh professlonalneedsmmmlned

and provldo fwthrouahont!hplrmm.Mhnawwlnabodyor
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. titerature dealing with career stages (Christénsen et al. 1983). Most of

the writers view teachers’ careers‘as progressing through three or four
sequential stages (Burden 1982; Feiman and Flodey 1980; Newman,
Burden, and Applegate 1980). This is helpful but it does not go far

| enough in explaining the complex of factors that influgnces one's career -

direction. Stages are usuglly thought of as unidirectional and lock step.
The awthors of this fastback believe that the metaphor of a cycle is a
more precise way to explain the personal and organizational factors that

‘have an impact on various facets of a teacher’s career. The Teacher °

Career Cycle model is described in the next section

» 1 4
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TeacbengeerCy/leModel .

The moddpmemd here lnoorpomea the career itages deacribed in ‘.;- o

.mmumﬂupﬂpdphofaduhmthuddwwpmt

T --'Hm.amdimmdmkdddbyemnnaﬂdmmw;

muammwmmmmummmm-
' systems theory (Getzels et al, 1968), gives a dynamic and flexible

set of stages. f
" mummphtunmpmmiurmmmqmm The |
moddallomtotmwmtlundmmkmwnmmmpomto
thcpcrmﬂandmlmionllenvlwnmemalfwm.mwm- .
ponents of the modet are described in the following sections., '
. S : %

R L ]

. - tors that influence the carcer. This approach, which borrows from soclal '+

- ®,
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- Figare 1. A model of the stages of the Teacher Carcer Cycle and the eavironmeats factors that affélt i,
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Envlronmew\al Components

TMTWW%EMMWMMMMK -

mmﬁn.mmmmmmm.mmm
Wdumﬁn&pﬁﬂwmpnmaﬁon.wmmm
nvlmmmeoudmmanhmawﬂvehnmomhemq-
dé.lthmimudﬂﬂcnlnownmlpodﬁcenvkonmhlfm
" thag have an impact on the cycle, but for purposes of discussion here
Mmybemtdhmthewmammlmvm
mtmlpmniuﬁowewinnmt. "

|

& ’ 3 4 -~

Persons} Enviroament s ‘.' ,
Thcpawndenvkonmtofmemcmmduduanumbaoﬂn-

mmwmdmmmmm_

support structures, positive critical dncidents, life érises, cumulative life
expetlences avocationllwﬂm.andindwwmldlspoaldomonhepet-
son.’
Mweaoﬁaoﬂnnummyhlwanlmmdnmhﬂymh
combination, and during certain periods they may become the driving
lominlnﬂuenclnullejobbehlvlcunduchleonnmdividw
Pouitive, nurturing, and reinforcing support from the personal énviron-

ment that does not detract from career-related responsibilities will likely -

ﬂnvnfavmbleimpactontlwmcycle. Conversely, a crisis-ri

eonﬂict-orlentedpmondenvironmlwﬂlﬁkelyhvunmﬂvo

pmonthemchet’sweercyc!e
Poﬂmhchmoudﬁnofmcofthemwmmummﬂ-

L wnalenv&onmmmmmnumtlumcycle

. ‘n 1 1 .
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2. Family role expectation

4, ‘Differet teaching Jobs

R |

e A. Famlly

1. Intemnal support systems

3. . Financial conditions _ _ o
4. Size of primary family unit T e o
5. Special needs of family members .
Positive critical incidents |
I Marrigge .. . o _;
2. Birth of children : : oo
3., Inheritance - i ) :
4, Reliaio\uapeﬂem i
S. Completion of an advanned degree T
Life crises .- " :
1 lllnensofalovedm '
2. Death of a loved one ‘. e
3. Personal iliness T
4.' Financial loss =~

. Divorce

6. Legal problems -

7. Substance abuse in family
8. Crises of friends or relatives
Cumilatite life experiences

1. Educational background
2. Bxpedeucewlthchﬂdren
3. Work outside of the schools

5. Professional development activities
Avocationa! intérests -

I. Hobbles

2. -Religious activities

3. Volll'lll&t work

4, Travel

S. Sports and exercise

Individual dispositions




3, Life prforitiés * B
4 Interpersonal relationships ,
5 Feelins of mnmnuity o

omnlntlonl m
‘l‘hé organizational envu'o \ment of schgbls and school systems con-

sﬁtules i second major comppnem of jiffluences on the carer cycle.
Among ' the cmuonu in -this component are school regulations,
'tanagement style of administrators and ‘supervisors, atmosphere of
pubBr trust present in 8 &mnhunity. expectations a community holds
" for is schocls, activities and Spponunma professional organizations
" offer, and union mosphere in\the syate. A supportive posture from -
. these organjzational compapents will réinforce, reward, and encourage
. the teachers as they progress through thdreareercycles Alternately, an
, tmosphere of misuust and susnlcion probably will have a negative _
impact. .

-* Following. is an outline of } some keyw cothonems in the .organiza-
" tlonal envirgnment thatjcould influenog the career eycle. .

A School regulations: E
1. Personnel policies § I
.. 2. Tenure decisions" . '
.3, Licensé requirements . .
4. Academic freedom - Do
S. Class phignments ~ =~ . . o
‘B. Manageinent style - . : '
Q 1. . Atmosphere of trust
, .2, lnspectiqn yersus support
3. Structure vm\m laissez faire ]
4. Philosophical agreement T
. 8. Communication Tt
C- Publictrust ' . '
1. - Supportive athosphere’ : .
. 3. Confidence in schools and teachers
3. Financial support ‘

- 13
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s ,Schoolbwdmppon
¥ D Socletal enpectations
1L Naﬁonllupomonluchmmdwhm
2. Spechlinmmplnnuem
, '3, Results of referenda
S 4. Reaoumfotimprovmm - '
AP S, Nonlmmiomlmhfonlwwhooh *
a E. Professional organizations -
o 1. Leadepship -
2 Setvbetoeommnnhy

3. Relatfonship with'board and admlnismﬁon
4. Oppontunity for recognition .
S.. Other bmﬁu .

Componetts of the Career Cycle

LY

The components of the career cycle as depicted in Figure 1 on page
10 are described below. The reader should keep in mind that movement
through this cycle need not be it a lock-step fashion,

. Preservice. Thepmlanmmhepedodofmpﬁmonfora'

F wedﬁcpmfmhndwumulymhwmumepeﬂodofmw

" preparation in a college or university. It might also include retraining

for a new role or assignment, either by attending a higher education in-
stitution or as part of staff development within the work setting.

Induction: ‘The induction stage is generally defined as the first few

years of employment, when the teactier is soclalized into thesystem. It is

a period when & new teacher strives for acceptance by students, peers,

mdsupmhmundnttmpuwuhiwucomtmmdmmymmn

dunn.wlthwmdayproblemandlmu.'rmhmmyalwu-

4
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perience induction :w‘ﬁcn shifting to another grade level, another
building, or when changing districts completely.
Compelency Building. During this stage of the career cycle, the

teacher is striving to improve teaching skills and abilities. The teacher

seeks out new materials, methods, and strategies. Teachers at this stage
are receptive to new ideas, attend workshops and conferences willirigly,
and enroll in ;raduatc programs through their own initiative. Their job
hm:xaschallensinaandtheymuwwhnpmetheirrcpmomof
skills. .
Enthusiastic and Growing. At this stage teachers have reac a high
level of competence in their job but continue to progress as profes-
-sionals. Teachers in this stage love their jobs, look forward to going to

*“3ool and to the interaction with their students, and are-constantly

seeking new ways to enrich their teaching. Key ingredients here are en-
thusiasm and high levels, of job satisfaction. These t are often
supportive and helpful in identifying appropﬂntc inservice ¢ uutlon ac-
tivities for their scnools.

Career Frustration. This period is characterized by frustration and
disillusionment with teaching. Job satisfaction is waning, and teachers
begin to question why they are doing this work. Much of what is
described as teacher burnout in the litergture occurs in this siage. While

. this sense of frustration tends to occur most often during a mid-point in
one's career, there is an increasing incidence of such feelings among
teachers in relatively early years of theif careers. “This is particularly true
of those new staff who face the continual threat of reductlon in force
under a policy of *“‘last hired/first fired.” -

;
.

I st

/!

Stable but Stagnant. Stable but stagnant teachers have resigned

themselves to putting in **a fair day’s work for a fair day’s pay.” They
are doing what is expected of them, but little more. They may be doing
an acceptable job but are not committed to the pursuit of excellence and
growth in the profession. These teachers are often just going through
the motions to fulfill the terms of their contracts, and they tend to be the
most difficult to deal with in terms of professional development pro-
grams. They are seldom motivated to participate in anything at more
than a surface level and are passive consumers of inservice efforts at
best.

Q o
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Career Wind-Déwn. This is the stage when a teacher is preparing to
leave the profession. For some, it may be a pleasant period in which they

. 1eflect on the many positive experieuees they have had and look forward

to a career change or retirement. For others, it may be a bitter period,
one in which a teacher resents the forced job termination or, perhaps, -
can’t wait to get oyt of an unrewarding job. A person may spend several

_ years in this stage, oritmayoonuonlyduﬁnaamatterwaeeksor
~ months,

Career Exit. The exiting slage of a teacher’s career represents the
period of time after the teacher leaves the job, but includes other cir-
cumstances than simply retirement after many years of service. It could
be a period of unemployment after involuntary or elective job termina-
tion or a temporary career exit for child rearing. It could also be a time
of alternative career exploration or of moving toa nonwaching position
in education such as administration.

There is a tendency to view the career cycle depicted in Fisure lasa
linear process, with an individual entering at the preserviee level and
progressing through the various stages. While there is a certain logic to
this view, this is not necessarily an accurate picture of the process. It is

. more likely to be an ¢bd and now with teachers moving in and out of

stages in response 10 both pémnal and organizational environmental
influences. The scenarios™that follow will illustrate the fluctuations in
the career cycle. '



Seennlos of Teachers in the Careep Cycle

Dulnm-

"+ Don Jackséii was an enthusiastic and growing business education
teacher at West High School. Me enjoyed his assignment and the.-

~ 7 challenge of new students every year, When the Distributive Education
- coordinator at West High resigned, the school principal, recognizing

v~ Don's ability, asked him to take the Distributive Education position. In.

" this situation the management stylo of -the principal was an influence

o _ from the organizational environment as was. the state Iicmin; regula-

" tlon for the new position.

"-;_..- !

. -

To qualify for the new position required that Don return to State

University to take preservice coursework. He then secycled through the
induction and competency'duilding ptages in his new position. His”
return 4o the enthusiastic and growing cycle of his carcer did not take as _

longuithadwhenhebegan!eachlum“uonhemonuudpoduw

experiences he had had ecarlier.

-\ Professional suppprt that 'was benefictal to Don included tuition

‘reimbursement to return 1o State Unliversity, released time for his study,

chodwemmmm-mdmmammlm'-

tlonpeﬂodlnmﬂlawpmlﬁon. '

Jullu Reed

Mumﬂ.mmmawwmemm
Schoolinhernecondymoumhm.suewuinthawww

7 Q . 1 . 17 o

i




T T

bulldlngsla;eofhetumgShewwnlnsmoteconﬁdemeushe‘

shared her successes and failures with her colleagues.

The president of the Washington P.T.A. invited Jessica to serve on a
committee whose charge was to develop an evaluation strategy for the
school principal. Jessica was advised by the union building represen-
tative not to accept the assignment because of her probationary status
with the district and because the principal, as her immediate supervisor,
was recommending her continued employment,

These conflicting influences from the organizitional environment
(confidence shown by a member of the community but protective advice
from her union representative) created a great deal of career frustration

* and anxiety for Jessica. Jessica's personal disposition was to follow the

union dictates, so she withdrew from the committee, closed her
classroom door, and entered a stable and stagnant period in her profes-
‘sional life.

Jessica no longer viewed inservice education activities as an oppor
tunity for growth but rather as a requirement to fulfill the terms of her
contract. In this case, activities could have been planned that would
have helped Jessica in her competency-building stage while still a proba-
tionary teacher; and assignment to a sensitive professional committee
could have been postponed until her tenure was secure.

Tom Dixon

Tom Dixon, a mathematics teacher at Central High School for 14
years, had resigned himself to doing “'a fair. day's work for a fair day’s
pay.’ Tom was an individual of great talent but had become stable and
stagnant, viewing teaching as a job with no commitment to excellence.

Tom was nominated by his department chalrperson to be a member
of a prestigious professional association. He decided to join, and the in-
teraction with other educators in this professional association was a
source of professional renewal for Tom. From his membership in this
new professional group Tom was made keenly aware of the importance
of students finishing high sckool, Tom had much experience with slow

learners in his math classes, and this influence from his personal en. ;-

1 18




” vironment nudged. him to organize a dropout prevention program for

. the district,

. Tom was given support to prepare a grant application for the pro-
gram. The program received funding, and part of Tom’s assignment

was (o be the director of the project, Tom went through a compeltency-.
building cycle for this project and learned-new techniques for dropout '

prevention. A key component of this project was to help other teachers
in the district learn techniques to keep marginal students in school, Tom
moved from being a passive resister of professional development ac-
tivities to being an active provider. Thus the influence of peer relation-
ships in the professional association helped to move Tom from his stable
stage t0 an enthusiastic and growing one, '

Beraice Huber

Bernice Huber had been a physical education teacher at Grant -

Elementary School for 32 years. She was in a career wind-down cycle in
her teaching, since her last child left home about six years before, Much
of her spare time was spent with her husband in avocational interests
that were devold of physical activity,

Quite unexpectedly, she was faced with a personal crisis; her hus-

band died of a heart attack, leaving her alone and without adequate .
financial resources. Her plans for an easly career exit were shattered as -

she realized she had 10 more years to give to her profession before she
was eligible for retirement benefits sufficient to support her.

Bernice immediately shifted her plans for leaving the profession t
one of competency-buliding in a new facet of her career. Because of the
tragedy in her personal environment, she embarked on a program to
learn all she could in the area of cgrdiovascular health, Her objective
was to help as many students as possible learn- appropriate health
measures 'to prevent what happened to her husband. Following her
competency-building in this ared through coursework and attendance at
professional meetings, Bernice found a new challenge in her teaching,
which mide her career wind-down a positive experience, .

The above scenarios were selected to show how the components of
the Teacher Career Cycle model l‘unctlon in real-life situations, They

. 19 19
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" also show the complexity of the various influences in the personal and
- professional lives of teachers,

The teachers in these scenarios could very well all be in the same
school district. For those responsible (or staff dévelopment the question
arises as to what staff development activities are appropriate for each of
these individuals in order to combat the negative influences and support.:
the positive ones. If the Teacher Career Cycle model is to guide staff
development efforts, then there must be appropriate omnmuoual and
supervisory responses. '

‘The next section nttempts to link apptopﬁate profenslona) develop-
ment activities with the current research and thinking in adylt learning.
‘This will then be applied to the framework of the Teacher Carcer Cycle.

20
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“Adalt Learners

_ Considering the wide range of needs at various career stages, what

are some of the things we know about adult learning that will assist in
meeting their needs? The research ini the field of adult learning is not
new, but recent work in this area has received increased attention in the -
mass media and in popular readings (Sheehy 1976; Gould 1978; Levin-
son 1978). As early as 1926 Lindeman identified the following key
assumptions about adult learners:

1. Adults are motivated to learn as they experionce needs and in-
w terests that learning will satisfy.
An adult’s orientation toleamingia Tife-centered.
umummmummmumm o

LW N

4, Adults have a deep need. to be self-directing.
.8, Individual differences among poople increase with'm.

.
. . 1’, 2' 21
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More recently Knowles (1978) has formulated a theory of teaching
adulubaud on the following four assumptions:

' l. As individuals mature, self-concept moves from total
~ dependence to an increasing self-directedness.
2. As individuals mature, they accumulate a growing reservoir of
ammnmwuaabmdmdbanonwmchtorehw
.. new learning,
3. Asindividubmmn.thdrmdinmtoleamislnctminﬂy
oﬂenledtothedwefopmcutalmksoﬂheirevolvinuocialmle
4. As individuals mature, there is a shift in learning from subject-
anmedmtbproblmmtmdm '

methmmumpﬂomkmlugoaontodmwmcmllmpﬁa-

uomtondunleaming.

) l Aduluenjoyphmwand‘wrym.outthdrownlcarnmau-
periences,
2, Dheoveryofhowtoleamfromapulmisthekeytonlf-
actualization,
) Mhukeamanoppoﬂunhyforleamlns
4 Adultreadinmloleam;rmomofnreeosnitionoﬂhcneedto
. know,
3 Fomnlcurrlculumdevelopmcmlulmimpwunuhannndlng
out what the learners need to know. _
6. Adults need the opportunity to apply and try out leamins
‘quickly.

, lfthemmpﬂonsabovemvnﬂd,thenthmisaneedtophnmd
implement professional development programs that view the adult
learner as one who wants to learn. It is also important to build on the ex-
petiences of the learner and to remember that adult leaming patterns
and needs change throughout their careers. The Teacher Career Cycle

_model offers a way to view the changes that teachers, as adults, ex- -

" petience. And by analyzing the environmental influences, planners of
professional developmert programs can determine motivations for cer-
tain actions that may lead to improved programming. Other implica-

tions for inservice prosrammma are given below

Q
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lmplhdoutotlmmuﬂon ' Y,

o Tlle‘l'ucherCaeryclemoddmmuthat profmionalsrowth
" and staff development tegulu a compfrehensive approach. While
spegiﬂcs_kﬂkbnﬂdln.awmhumlmovﬂmatee@npomsina
teacher’s career, there is a need to go béyond this approach and to con-
ddulhemomlandminﬁonalinﬂumthﬂmhavcanimpm

. B ‘l‘mlitioml inservice activities tlm emplmlze lmproved mehlns-
-, skills are appropriate at certain points in a teacher’s career, particularly =~
- during the skill-building periods associated with the induction and
competency-building stages, and to some extent during the enthusiastic
2. The concept of staff development anid professional growth |
should be broadened to include concern for the personal needs and - o
problems of teachers. Thismi;htluchtdemppoﬂsystmtomm ‘
epchenlnduﬂuwlthlmﬂypmbm.nlcoholmddmnm finan. |
planning, and crisis resolution. Larger school districts could con- -
internal support systems for such purposes; while smaller districts
uld explore linkages to existing social service agencies. \ .
3. Organizational policies should bé examined to provide support
" for teachersfat various stages of the teacher career cycle. Organizational
respotises t0 teachers’ personal needs might include liberal sabbatical
policies, modifications in job assignments, job sharing, liberal leave-of-
absence policies, andotherproeednmthatmlshtgivetuchmtheop-
/ portunity to explore weer alternatives or pursue poluﬂom 10 pmonal
J problems.
, 4. Approaches to staff development and pfofeulonal gromh should
/ , emphaslu personalized, individualized support systems. Models for
such approaches are found in the work of Sergiovanni (1979), Herzberg
(1959), Bents and Howey .(1981), Edelfeit and Johnson (1973), Fessler
and Burke (1983), and Glickman (1981).
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Tumwmmumm Is an attempt t0 synthesize the - -

| --"_.Mmmmmnu&maudwdwdopmtwtopmu ' .
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o mummmuammmmmmmmm@
;""" sloual growth are given. Much of what s prescnited hese is specutative, It . ;>
. is based on the authors’ attempt to apply new structure o the existing.
" - lterature, It should be rememberdd that much of the work that serves as
mmmmmmnm«mmmamv ’-‘-"§
mnnmplennmmedm“hmha" (Christensen et al. 1963).
need for Wemphlulvclﬁuﬂm ofthceomm
the model. '
QeTuchquCydemddahwldhufumwbothmmch-
-mmmmmmmmmmmw
_impmvmam.mrmwchm.uuhmtovlwmm«mcyck 0
g«h Is presented that is cich in questions and conceptualizations that
further analysls. For the practitioner, the modél presents &
framework for viewing teacher growth and developtnént that holds -
numerous implications for efforts (n supervision, injervice, and staff- - -
development. .4t 1s the authors’ hopeﬂmmhmoﬂdwillstlmnhu J
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e ' Teacher Career Stages:
v Aa mo:gtpd-mblloanphy

P

S Aﬂeroondmh;mexmsmmlewof the literature on teachers’ -
‘cateer stages and professional development, the authors found:the -
fmumwbeeveehllymmmmmmm Ty
Bergle, C. W.,and Edelfeht, Roy, e, Sialy Development: Stafy Liberstion. o
Wumoo.m D.C.: Association for Supervisioo ead Cusriculum Develop- U ..
ment,, | -
P m%mm-mamdmmamm. '
.. - ment from the pemspective of pirsonal growth, liberation, and self- -
sctualisation. The 18 articles cover topics rangirig Trom societal and staff
_ development programs 1o & look st the future of staff developinent.

Brundage, mnu,mumm Dorothy. A«Mllnrnlumudplu
ond Their Application ml'mmnmm Toronto: Theomub Institwe
‘for Studies in Bducation, 1990,

°  The authors focus on adult learning principles and their application to aduit
learning programs. ‘The first two sections offer background sssumptions
about adult learning and describe characteristics of adult learaers. The thisd

section offers suggestions and implications for adult teachiv.y under three -
-+ beadings: teaching behaviors, design of the_teaching process, and the
:  charedteristics of teachers of adults. Sections four and five spply tearning
’ mmmmmmmm.mmuu
aduit learning principles. ",

._Burden, Paul R. “Momnulmhhn Wu"ruchusmsut Dif-
tmnl(:mum Paper presented at the annual conference of the
Association for Teacher Educstors, Phoenin, Arizons, Februaty 1982, -

. (BRIC Document Reproduction Service No. ED 218 267)
mmmwtmmmmﬂmmmmwm uremmd .
tiypothesizes threo stages of development: 1) survival stage (first year of
tesching), 2mouumcmawomofwmw and 3) mature stage

N 2’.2‘6




(years $4). After revicwing the characteristics of teachers in the above
- categotion, themlhmdhcnmwoﬁuﬁmlmmudwmm
. mlumhmmmhum . C

" Christensen, Judithy Burke, Peter; Fessler, Raiph; and Hagstrom, David, Siages
 @f Teachers' Careevs: Implicotions for Staff Development. ERIC Clear
inghouse on Teacher Education, One DuPont Circle, Suite 610, Washington,
D.C. 20036, 1983 (Clearimhouse No. SP 021 498) -
The authors provide a aynthesis of the literature and research available on
teachicrs’ career stages. The document covers such topics as adult develop-
ment and the implications for planning successful sta¥f development pro-
| pams, mmm..mumnmmmmm
lﬂl!otl-m:wn. Betty, ed. @Mmﬂ momnmmm
mens, Alexandria, Va.: "Association for Supervision and Curriculum
Deyelopment, 1961. (ERIC Document Reproduction Service No. ED 193
9!9) .
+ This 1981 ASCD Yearbook emplmim litelong educatiqn and growth in

siaff development and organizational developinent are presented as key ap-
proaches for school improvement, These are followed by sections dealing
wilhy designing effective programs, mlmtinsmndmlopmt end @
memomulum on the future.

, Feiman, Sharon, and Floden, Robert B. What's Al This Talk About Teacher
Davelopmani) Research Series No, 70, East Lalsing: Institute, for Research
on Teaching, Michigan State Uni ersity, February 1980, (ERIC Document
Rewoﬂuc’lhn Service No. BD 189 089)
Mrwmdmmwmmummhatowmmmt. ..
first is a description bf the stages most teachers ¢.perience (survival, con-
solidation, rm:l.andmmy) The second, concerns the personal
development of teaghers (ego, moral, and cognitive). The third involves the
suppont of teacher development through professional inservice programs.

B

L
.

.

smdyqfrmmcnam Wibt's 10 be Gained? Research Series No. 93.
Bast Lansing: Institute for Rescarch on Tmhlns. Michigan State University,
February 1981,

This paper describes the strengths and lmitations of a developmental ap-
proach to the study of teacher change. The chief characteristics of the
davelopmental approuch are described, and its application to studying
changes in teachers is assessed. Suggestions are provided for building a
o "-mg,onuclm chnmbuedon adevclomml approach.

arder for school staff to adjust to rapidly changing . Chapterson .

" Flodgn, Robert E., and Feiman, Sharon. A Developwental Approach 1o the



Glickman, Carl. Developmental Supervision: Alternative Proctices for Helping
Teachers Improve Instruction. Alexandria, Va.: Association for Supervision
and Curriculum Development, 1981,

" Olickman identifies three approec:.es to supervision: directive, collaborative,
and non-directive. Me argues that different approachies are necessary for
teachiers at different stages of professional development. QGlickman

ment and abstraction that can serve as s basis for identifying teacher carcer
stages and appropriate supervisory approaches.

Qriffin, Gary A, ed. Stqff Development. Eighty-second Yearbook of the Na-
tional Society for the Study of Bducation. Chicago: The Univensity of
Chicago Presy, 198).
mmmmmdmmhsuﬂdm It includes
sections on, the adult learner and the context within which staff development

~  occurs. The context considors the school itself, the community, the district,
and the organizational needs of the institution. Eumpluolmﬂdevdop-
ment practices are presented slong with a section
framework for pllnnln.. implémenting, apd mlyg.n:nmn development
prograins.

Hall, Qene E, lndl.ouch.Suun “‘l‘achatCmmuanothdlluﬂn;
: and Personalizing Staff Development.” Teachers College Ruwd 80
r ‘(September 1978): 36-33. (EJ 193 493)

mmkbdmﬁmﬂnCmMAdopﬁonModd(mM) a
change process technique doveloped at the Research and Development Center
for Teacher Education at the University of Tenas at Austin. The model con-
siders change a process, not an event, and focuses on individual, not group,

concerns as well as to the insiovator’s technology. The model ls based ont the
concept of Swages of Concern About the Innovation, first developed by O. B,
Hall; R.C. Wallace Jr., and W. A-Dossett in 1973,

Houston, W, Robert, and Pmlum Roger, eds. Staff Development and Ed -
tional Change. Reston, Va.: Association of Teacher Educators, 1980,
This book presents the issues involved in personal and institutional change. Ih
includes scotions on adult development, staff development for faculties of
“  colleges and universities, and examples of successful staff development wac-
7 tices.

" Howey, l(enneth Bents, Richard; and Corrigan, Dean, eds. SchooI-Foumdln-
Service: Descriptions and Discussions. Reston, Va.: Association of Teacher
Bducators, 1981,

. fhe first section of this book is an overview of the conceptual framework of
schooi-focused inservice, a view that focuses on the specific interests and

» 28

hypothesizes that there is a continuum based on teachers’ levels of commit-

change. The authors suggest that staff developers must attend to the teachers’ -

&




- ',J‘mm&oolmmmmmm'ommuq&mm _
" everyday ictivities of schookfocused inscrvice, the planning and decision-

T rnaking ectivities necessery, xamples of models designed for specific
- educstional settings, specific organizational approaches to school-focused in-
service, and an enploration of the implications for Public Law 94-142.

- qummmummu.uo.mmmu
-7 This entize lssue-is devoted to thie topic of inservice education, Its articles
tmmmm«mmmmmam

Mvwmu.u.zmnm
. ,mmmamuummmmmm"m
* Development 1s Implicit in Staff Development,”” by Sharon Oja describes
theories of adult developonent, appljes the theory to staff development,
. peesents » framework that can be used to incorporate o developmental focus
into staff development programs, and identifies four important elements to
urmhmmmmmmmmm
. oh the specifics of teaching adult professionals are by Susan Eills, Betty
Dillon-Peterson and Christy Himmer, Dorothy Major, and Sara R. Mastey.
" . ‘The concluding article, **A Consumer's Guide to Teiicher Development,” by
mrmﬂmammmwmwm
development, cach of which is characterized as “developmental.”
2 Keupp, Judy-Arin, Adult Developesent: Implications for Siaff Development. 40
. MeDivitt Drive, Manchester, CT 06040, 1981, .
This handbook summarizes the common chasacteristy; . ofmoudult
development and then applies that information to staff development situa-
. tions with teachers in schools. Oencral characteristics, key concerns, and im-
plications are given for seven stages from late teens to retirer .4t

Newman, Ketherine K.: Burden, Paul R.; and Applegate, Jane H, “Helping
Teachers Examine Thelr Long-Range Development.* Paper preserited at the
annual conference of the Assoclation of Tencher Educutors, Washington,

; 1)

* The authors descride three dovelopmental phases in o teacher’s career, The
mmmmm:mnwmwmummwm-
siderable ahifts in commitment to teaching. 1i is o time of finding & “'place
in the profession. From about age 40 to age 33, porsonal morale is high and
the commitment to teaching is strong. The final phase is charucterised by &
teacher’s swareness of loss of energy and enthusiasm and o drawing away
from the persons they teach. With theso phases in mind, suggestions are made
for inservice ediscation.

. D.C., February 1960, mmmmawmmm.nnm :
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Newman, Katherine K.; Dornburg, Beverly; Dubois, Dion; and Kranz,

Elizabeth. Siress in Teachers’ Midcareer Transitions: A Role for Teacher
Educgtion, 1980, (BRIC Document Reproduction Service No. ED 196 868)
This paper uses case histories (o describe the stressful transitional periods
that teachers ofted encounter at approximately the 10th and 20th years of
their careers. At about the 10th year teachers may decide whether 0 remain
in the field, and at about the 20th year they examine their careers and make
decisions about professional renewal. The authors describe a graduate course
calledTucherCam:Devclopmem.whlehthcyhavedmlopedtohdp
teachers move through theu potentially streasful periods.

Sergiovanni, Thomas, ed. Supcrvuon of Teaching. Alexandria, Va.: Assocla-

tion for Supervision and Curriculum Development, 1982,

This ASCD Yearbook atiempts to summarize cutrent thinking about supervi-
sion. Sections in the yearbook include & historical perspective; a review of the’
scientific, artistic, and clinical faces of supervision; consideration of the
human factors in supervision; the impact of wurriculum and the school

buresucracy on supervision; uadnnummlotmmndlmtiomhthe ~

developing field of supervision.

Yarger, Sam J.; Howey, Keaneth R.; and Joyce, Bruce R. Inservice Teacher

Education. Palo Alto, Calif.: Booksend Laboratory, 1980,
- This report on the results of a research study of inservice teacher education
yields information about what types of inservice are considered most impor-

tant by teachers, why teachers are invoived in the process and what keeps

them involved, and who should and does design and direct inservice ac-
tivities. The authors suggest that perhaps the most important finding of the
study relates to teacher involvement in planning inservice. **Job-embedded
Inservice'” was found 10 be the type most ditectly related 10 the improvement
of teaching skills and was considered to be the most desirable form of in-
service. .
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